Employers are primary and necessary agents in the return of people with disabilities to the work force. In this study, employment attitudes about two key constructs for vocational rehabilitation are examined: hiring the person with a disability and accommodating the person with disabilities at work. One hundred employers from Beijing, Honk Kong, and Chicago were surveyed regarding their attitudes. Results showed employers from Beijing were less likely to endorse hiring people with disabilities compared with those from Chicago and Hong Kong. In addition, people with psychiatric disabilities were less likely to be hired compared with those with physical disabilities. No clear pattern by city emerged for accommodations. Reasons why this pattern of attitudes emerged are discussed. Implications of these findings for attitude change are also considered.
Employers must have positive attitudes about people with disabilities for vocational rehabilitation to be successful. The goal of this study is to consider negative attitudes representing stereotypes and their effects on two aspects of employment: hiring people with a disability and providing them with work-related accommodations. Negative attitudes are often related with barriers to hiring (Thomas et al., 1993; Gilbride et al., 2000) and to workplace accommodations (Stone and Colella, 1996; Gilbride et al., 2006) . A second goal of this study is to examine how attitudes about hiring and accommodation vary with disability. We expect to show that people described with an alcohol or drug disability evoke more negative attitudes than those with mental illness. In turn, we hypothesized that mental illness would be viewed more negatively than physical disability. We added HIV-AIDS as another group because of its ongoing development in public attitudes (Herek et al., 2005 ).
An additional goal of this study was to determine how employer attitudes about disability, hiring, and accommodations varied cross-culturally; we examined differences between China and the US because of fundamental cultural differences. The Chinese public typically attributes deviant behaviors of disabilities to a character flaw or the absence of moral standards, rather than the involuntary effects of a difficult illness, the more common view in the US. Familism introduces an important cultural aspect of the stigma of disability in Chinese society. Individuals with disability suffer not only personal embarrassment, but also bear responsibility for bringing enormous shame to their family lineage of past, present, and future generations (Lam et al., in review). Chicago was selected as a prototype for American employers and Beijing as an example for China. On the basis of fundamental Chinese values, we hypothesized that employers from Beijing were less likely to hire people with disabilities or endorse accommodations for them at work. We chose Hong Kong as the third location because we expected its values to place it between Beijing and Chicago in terms of employer attitudes.
Methods
We targeted employers from small size firms with the number of employees ranging from three to 100. We sought individuals with discretionary hiring authority who, because they worked in small firms, would be less subject to human resource regulations. Random phone calls were made to employers appearing on the business pages of telephone directories. A total of 30 employers were selected in Beijing, 30 from Hong Kong, and 40 from Chicago. More employers were recruited for the Chicago sample because it has a more ethnically diverse population than employers in Hong Kong or Beijing.
A semi-structured interview guide, reflecting employer attitudes toward people with disabilities, was developed collaboratively by members of the research team in all three sites. The original version of the interview guide was then translated into Mandarin and Cantonese for use in Beijing and Hong Kong, respectively. The process involved forward and backward translations performed independently by qualified translators.
Participants were asked, 'Let's imagine that you decided to hire someone with a [disability type]. Would this require you to make any changes in how to run your business from day to day?'. The corresponding responses were reviewed and yielded two sets of codes. (i) 'I would not ever hire a person with this condition to work here'.
(ii) 'Yes changes should be made' representing accommodations. Hiring and accommodation responses were assessed across five disabilities: mental illness, alcohol abuse, drug abuse, chronic illness, and HIV-AIDS. Interviewers in each site underwent a 2-day training workshop and a certification process before interviews were conducted. Ten interviewers from the three sites attained quality assurance ratings of 90% or more.
A coding template was developed based on 15 pilot interview transcripts, five from each of the three cities. A codebook was then created in which raters were instructed to judge presence or absence of identified themes in response to each interview question. Coding for each transcript was performed in the native language of the site by two independent coders. Interrater reliability of the coders was 91.6% across all sites.
Results
Figure 1 represents employer attitudes that a person 'would not be hired because of disability'; these figures are graphed by location crossed with type of disability. Subsequent w 2 analyses, summarized in Fig. 1 Teaching other employees about disabilities and providing them fewer hours to work was also important. Mentioning the statement, 'would not ever hire a person with this condition to work here'. Number of agreements is provided vis-à -vis employer's location (Beijing, Chicago, and Hong Kong) by disabled group. CHP, chronic health problem; MI, mental illness. *P < 0.05; **P < 0.01; ***P < 0.001.
Discussion
Results showed that employers from Beijing were more likely not to endorse hiring a person with disabilities compared with those from Chicago. These findings seem to reflect the differences of Chinese values (ala Confucianism and familism) with American ones (e.g. individualism). In addition, the data that showed Hong Kong employers exhibited a hiring pattern similar to Chicagoans were interesting. They were more likely to endorse a hiring perspective about people with disabilities. A second question about hiring; how was it affected by type of disability? Results showed those with chronic health problems were viewed more positively than those with mental health problems. Despite what seems to be a stigmatized disorder (Herek et al., 2005) , HIV-AIDS was also viewed more positively than psychiatric disorders in terms of hiring. Differences were also found within psychiatric disabilities, which are consistent with our hypotheses. Namely, employers were less likely to hire people who abuse drugs or alcohol than people generically labeled 'mentally ill'.
We hypothesized that accommodating the work environment would also show geographical differences. Unfortunately, there were no consistent findings that supported this assumption. Review of the visual trends summarized in Fig. 2 suggests that Chicago yields the highest level of accommodations. With regard to disability type, chronic health problems were most likely to influence employers towards endorsing accommodations consistent with our hypotheses. Note, however, that drug and alcohol-related disabilities were also associated with more frequent job changes. Future research needs to more clearly examine this relationship.
In terms of limitations, perhaps, the most notable is that this convenience sample is not representative of the population of employers from which it was drawn. We are currently in the midst of a study based on these qualitative data, using a stratified representative sample. These data will provide a more externally valid set of findings. What implications might these findings have for enhancing work-related opportunities? Earlier research has shown, for example, that contact between people with disabilities and the public (or in this case, employers) yields the greatest improvement on stigma (Corrigan and Penn, 1999; Corrigan et al., 2002) . In a similar manner, contact may enhance employer attitudes about hiring and accommodations of people with disabilities. Mentioning that disability would require 'making changes in how business is run from day to day?'. Number of positive endorsements is provided vis-à -vis employer's location (Beijing, Chicago, and Hong Kong) by disabled group. CHP, chronic health problem; MI, mental illness. *P < 0.05. 
